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The growing emphasis upon career education, and particularly the 
aspects of career awareness and career development for all students, 
indicates a strong need for such learning experiences for the mentally 
retarded. At the secondary level, all educable mentally retarded students 
participate in a work study program in which an effort is made to match 
student interests and aptitudes with job placement. This has often proved 
difficult because many of the students are unable to express their inter¬ 
ests or have limited knowledge of possible career choices. Therefore, 
they are often placed on jobs that are beyond their aptitudes and capa¬ 
bilities and the end result becomes unemployment. 
Warren stated, "In the past, most educable mentally retarded youth 
could obtain jobs which required minimum skills. However, the limited 
job market has changed this trend; today, the educable mentally retarded 
need training and assistance in securing jobs suitable to their abilities, 
interests and educational levels."^ 
Sidney L. Warren, "Employment and Mental Retardation, "Exceptional 
Children XXX (June 1964): 64. 
1 
2 
However, since the passage of the Rehabilitation Act of 1973, Section 
504, employment of disabled people has not been merely a matter of goodwill— 
it has been mandated by law. The employment rights of disabled people may 
be further strengthened by the passage of Senate Bill 446 introduced in 1979. 
This legislation would extend to the handicapped employment protections of 
the Civil Rights Act of 1964. If this Bill passes, all private employers 
would then be legally prohibited from discrimination against disabled people. 
Leslie B. Milk discussed the current status of employment for the handicapped 
as follows: 
Today, employment of disabled people should not be an extra¬ 
ordinary event for which people get unusual recognition, but an 
ordinary part of doing business without receiving money from the 
federal government. Reasonable accommodation is no longer a dis¬ 
cretionary activity. For federal contractors, outreach must become 
part of the ongoing personnel process rather than a function of 
the community relations department. 
What is more important, these activities and obligations must 
be undertaken for disabled people who are no more extraordinary 
than their nondisabled counterparts. Handicapped people who catch 
colds, seek promotions and are noticeably grumpy before their first 
cup of coffee are no longer willing to pretend to be superhuman 
just to get and keep jobs. They want job security and advancement 
based on the same criteria as the non-handicapped. ^ 
Employers must get the message that disabled people are entitled to the 
same opportunities under law as all other people—no better, no worse. Dis¬ 
abled people must get the same recognition for extraordinary performance as 
3 
the non-disabled now enjoy—a raise in a paycheck and job permanence. 
2 
Leslie B. Milk, "Getting The Message." Mainstream X (May 1977): 62. 
3Ibid, p. 63. 
3 
Evolution of the Problem 
The researcher has supervised a special education work-study program for 
educable mentally retarded secondary students for twelve years. 
Cooperative action between the Georgia Department of Human Resources, 
Division of Vocational Rehabilitation, and the Georgia Department of Educa¬ 
tion, Division of Special Programs and the Office of Vocational Education, 
was officially agreed upon March 21, 1979. The assurances of this document 
committed the State agencies to provide comprehensive vocational services 
for handicapped individuals. The joint plans developed call for the con¬ 
sent of Special Education and Vocational Education staffs to develop an 
Individual Written Rehabilitation Program for each student determined to be 
eligible for combined services. 
Handicapped students who are sixteen and older or who are at the 10th 
grade level become eligible for vocational programs and services. Rules, 
regulations, requirements, and conditions reflected in the Federal and State 
mandates for the cooperative plan require follow-up evaluation of students 
for a three-month period following job placement. 
The Georgia Vocational Education Management Information Ssystem became 
operational on July 1, 1979. Since this is a newly established program, in¬ 
formation on Educable Mentally Retarded graduates for the period prior to 
this date was not available. Therefore, data essential, to the study existed 
only in statistical suamaries, general reports, and other State and Federal 
reco7fds. These documents provided little information relative to the identi¬ 
fication of jobs that offered permanence and opportunities for advancement for 
the handicapped population described in this study. Interest in the vocation¬ 
al success of recent Black Educable Mentally Retarded graduates and the 
4 
identification of those factors that have implications for the secondary 
curriculum in career/vocational education led to this study. 
Statement of the Problem 
Public Law 94-142 (The Education of All Handicapped Children's Act) 
has brought about a greater emphasis on equality and human rights with its 
revision of Part B which Congress signed into law October 1, 1978. The 
law implies through its mandate of a least restrictive environment for all 
handicapped persons and its mandate of an individual educational plan to 
meet specific needs, that society must begin to make available more equal 
opportunities for all. The Rehabilitation Act of 1973 mandates employment 
of the disabled. 
The purpose of this study is to ascertain the permanance of job place¬ 
ments of Black Educable Mentally Retarded Students who graduated from Luther 
J. Price High School in Atlanta, Georgia during the period 1973-78. The 
research also seeks to identify the types of jobs that offer permanence and 
advancement for these high school graduates v?ho completed the pre-vocational 
training program. 
Definition of Terms 
Significant terms used in this study are defined as follows: 
1. Mental Retardation refers to sub-average general intellectual func¬ 
tioning which originated during an individual's developmental period and is 
associated with impairment in adaptive behavior. Significantly, sub-average 
refers to performance which is more than two standard deviations below the 
mean of the tests utilized. 
2. Educable Mentally Retarded refers to one who has sufficient poten¬ 
tial to acquire limited fundamental academic skills needed for minimal per¬ 
formance, and who will benefit from vocationally oriented classroom and 
community facilities at the junior and senior high school levels. 
5 
3. Vocational Rehabilitation refers to the restoration of handicapped 
persons to the fullest physical, mental, vocational, social and economic use¬ 
fulness of which they are capable. 
4. Job Permanence refers to having been employed for at least a period 
of two consecutive years on a job. 
5. Job Advancement refers to having been promoted to another position 
that requires a higher level of performance and pays a higher salary than 
the initially assigned position. 
6. PVT Program refers to a pre-vocational training program for high 
school handicapped students. 
Selection of Subjects 
The subjects for this study were Black Educable Mentally Retarded 
graduates of Luther J. Price High School in Atlanta, Georgia who graduated 
from the pre-vocational training program from 1973 through 1978. Twenty- 
five subjects were chosen at random from a list of seventy-five Educable 
Mentally Retarded students who graduated from the school during this period. 
Every third person from the list was selected as subjects for this study. 
The employer was asked to complete the Employer Follow-Up Rating Scale on 
each subject chosen for the study. 
Assessment Instrument 
The researcher combined two instruments for the purpose of conducting 
the study. The instruments combined were the Employee Work Adjustment Form 
4 
VR5874 developed by the Georgia Vocational Rehabilitation Division and the 
5 
Employer Follovr-Dp Form DE6957 developed by the Office of Vocational Education, 
^Georgia Human Resources, Division of Coational Rehabilitation 
Employee Work Adjustment Form VR5874, Revised Atlanta, Georgia, 1972. 
^Georgia Department of Education, Division State Planning and Operations 
Office, Vocational Education, Employer Follow-Up Form DE6957, Atlanta, Georgia, 
1979. 
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Division of State Planning and Operations for Georgia. The combined instru¬ 
ment is titled, Employer Follow-Up Rating Scale and consists of three sections. 
Section I is designed to acquire general information such as name, social 
security number, date of birth, sex, address, initial job placement site, posi¬ 
tion, title and the date employed. Section II seeks a rating of work adjust¬ 
ment in eighteen different areas with a section for comments, and Section III 
identifies job permanence and advancement for those subjects selected for the 
study. (See Appendix) 
Methodology 
The descriptive survey method of research was used in this study. Data 
were gathered from the Employer Follow-Up Rating Scale. Frequency ratings and 
percentages were used to ascertain the status of job permanence and advancement 
in job placements of subjects involved in this study. 
Limitation of the Study 
This study is limited to the data available from employers in the 
immediate Atlanta area. It is also limited by the number of subjects involved 
in the study. 
Contribution to Educational Literature 
The findings from this study proposed to identify a list of jobs that 
offer job permanence and advancement for the Black Educable Mentally Retarded. 
It also reveals a more objective approach for job placement for Price High 
School Educable Mentally Retarded Students and serves as a follow-up model 
for Pre-vocational Graduate Training Program in Atlanta Public Schools. 
7 
Procedural Steps 
The procedure used to conduct this study was as follows: 
1. Literature related to career development and job placement for 
educable mentally retarded students was reviewed. 
2. Follow-up rating forms developed by the Georgia Department of 
Human Resources Division of Vocational Rehabilitation and the Georgia Depart¬ 
ment of Education's State Planning and Operations Office were obtained, reviewed 
and combined. 
3. The combined instrument used in the study was then mailed to twenty- 
five employers who have hired educable mentally retarded students who gradu¬ 
ated from Luther J. Price High School between 1973 and 1978. The rights and 
privacy of the individuals involved in the study were respected under (P.L. 
93-380, Family Rights and Privacy Act, 1974, Section 438) and other rules and 
regulations of agencies involved. 
4. The returned instruments were tabulated and analyzed. 
5. The findings were reported and conclusions of the study were 
delineated. 
CHAPTER II 
REVIEW OF THE LITERATURE 
Sidney L. Warren said, "If more mentally retarded individuals are 
successfully placed in employment, then it is necessary to study some 
factors which presumably have influenced the individual's adjustment to 
the working world." 
Halpern proposed that one of the greatest problems in the vocational 
domain has been the underpreparation and consequent underemployment of 
handicapped adults. He further stated that if improvements are to occur 
in terms of helping the Educable Mentally Retarded hold jobs once placed, 
changes will be required in both design and implementation of instruction 
as well as in assessment.^ 
Brolin and Bruno contended that career knowledges, skills and atti¬ 
tudes needed for the various life roles and settings that comprise an 
individual's life must include the academic—work-study skills that will 
g 
cause teachers to relate subject matter to career implications. 
Job permanence depends upon the extent to which the job that one holds 
meets the needs that he feels it. should meet. Permanence results from a 
^Sidney L. Warren, "Employment and Mental Retardation." Exceptional 
Children XXVII (June 1961): 64. 
^Andrew S. Halpern, "Adolescents and Youn Adults." Exceptional 
Children XLV (April 1979): 518-521. 
8 
Donn E. Brolin and J. D. Bruno, "Critical Issues In Career Educa¬ 




job which meets one's needs now and which promises to meet them in the 
9 
future. 
Kolstoe found in a study of employers' attitudes conducted in the 
early sixties that the failure of one retarded employee apparently has 
a negative effect on an employer's future willingness to hire other re¬ 
tardates. The study also pointed out that all youth, regardless of in¬ 
tellectual status needed the best possible pre-vocational education and 
service to assure adequate vocational adjustment. Even more careful plan¬ 
ning must be carried on and more intensive services must be provided the 
mentally retarded to assist them in developing their potential and in 
making a transition from the school to a full-time job in the community.^ 
Pamela Gillet concludes from a study she conducted in 1978, that if 
schools are to assume the responsiblity for the education of exceptional 
children through the high school years, then teachers of exceptional chil¬ 
dren at all school levels need to be trained to provide career education 
for the exceptional children and conduct follow-up studies at specified 
intervals to determine the effectiveness of the pre-vocational program 
in meeting the needs of the graduates.*'* 
Donn Brolin in an article entitled, "Career Education Needs of 
Secondary Educable Students," indicated that a greater emphasis was needed 
q 
Edwin 0. Reichauser. The Japanese. (New York: Harper Rowe Pub¬ 
lishers, 1978) p. 119-124. 
^Oliver P. Kolstoe. "An examination of Some Characteristics Which 
Discriminate Between Employed and Not Employed Mentally Retarded Males." 
American Journal of Mental Deficiency XLII (March 1976): 472. 
*^Pamela Gillet. "Career Education: A Survey of Teacher Preparation 
Institutes." Exceptional Children XLIV (April 1978): 516. 
10 
to equip teachers with skills for vocational preparation of exceptional 
children. Brolin contended that teachers should be exposed to the 
basic principles needed to develop careers, and follow-up activities 
12 
to evaluate program goals. 
Carol M. Johnson outlined efforts in personnel development which 
should consider the following factors as a means for encouraging and 
supporting the career development process for exceptional learners in 
a systematic, sequential, and ordered manner: 
1. Include career development annual goals and short-term 
objectives within Individualized Educational Programs 
(I. E. P.) for all handicapped students. 
2. Establish more comprehensive programs that emphasize 
the developmental career education needs of exceptional 
children from preschool age through adulthood. 
3. Provide a greater number of career education experiences 
for gifted and talented youngsters. 
4. Expand career education to include those students with 
handicaps other than mental retardation and deafness. 
5. Extend more attention to the adaptation and development 
of appropriate career education instructional materials 
designed for exceptional learners. 
Emphasis on preparing youth for the world of work has rapidly 
expanded over the past decade. Considering the multitude of career 
education programs that have emerged since the mid-1960's, we can 
rapidly see that the career development of our youth remains high on 
our nation's agenda. Career education for handicapped and disadvantaged 
Donn Brolin. "Career Education Needs of Secondary Educable 
Students." Exceptional Children XXXIX (June 1973): 623. 
13 
Carol M. Johnson. "Career Education for Exceptional Individuals 
Overview." Career Development for Exceptional Individuals II (Spring 
1979): 12. 
11 
youths, however, have lagged far behind those for the general school 
population. These youth were denied access to vocational programs 
and services through a lack of legislation, facilities, administrative 
commitment, and professionally trained personnel who understand the 
14 
special vocational needs of these individuals. 
Work-study coordinators' opinions of factors contributing to 
successful on-the-job training as defined by Westling, Schwartz and 
Elliot are believed to be a primary goal of secondary special education 
programs. These researchers believe that the key individual within the 
system designed to aid the mentally retarded students is the work-study 
coordinator. This is by all menas a person with composite skills in 
special education and rehabilitation counseling.'*''* 
In a paper by Young and Young entitled, "Retaining Blacks in 
Science: An Effective Model," quoted by Fair and Sullivan, strategies 
were identified for enabling unprepared or disadvantaged students to 
succeed at the technical college level programs. Many of these strategies 
are applicable to enabling culturally diverse handicapped individuals to 
succeed in technical career development programs. The Y7oung study pro¬ 
posed that such programs should include: 
David R. Johnson, "Project Explore: A Vocational Assessment 
Model for Youth With Special Needs," Career Development for Exceptional 
Children II (Spring 1979): 40. 
^David L. Westling, Stuart E. Schwartz, and Frank Elliot, "Work- 
Study Coordinators' Opinions of Factors Contributing to Successful 
On-the-Job Training," Career Development for Exceptional Learnings II 
(Spring 1979): 48. 
12 
1. Instruction at the students' present level. 
2. Utilizing mastery learning objectives. 
3. Accommodating differences in learning styles. 
4. Providing a positive psychological climate. 
5. Enabling students to build an internal sense of 
responsibility. 
6. Providing a well-articulated, comprehensive, cohesive 
program structure. 
7. Providing a comprehensive personnel development program. 
8. Facilitating career planning.^ 
Adelman and Phelps identified several components which are es¬ 
sential in developing a vocational program for handicapped youth. These 
components are the individualization, student analysis, and an assess¬ 
ment of the strengths, interests, and skills that a student possesses. 
These include manual dexterity, work capacity and motivation and task 
analysis. Program planning involves matching the students' skills to 
the specific occupational competencies he or she will be learning, and 
programs analysis, deciding whether general or specific training in an 
occupational cluster will be provided to the student.^ 
^George W. Fair and Allen R. Sullivan, "Career Opportunities 
for Culturally Diverse Handicapped Youth," Exceptional Children XLVI 
(May 1980): 626. 
^'John W. Adelman and Leon A. Phelps, "Learning To Teach Handi¬ 
capped Learners," American Vocational Journal XXX (Spring 1978): 27-29. 
13 
Sheppard and Schwartz stipulated that preservice and inservice 
training must provide teachers with many opportunities for solving 
problems related to adapting programs and practices for handicapped 
youth, clarifying their own values, and recognizing ambiguities in 
18 
their own beliefs and in the beliefs of others. 
Halloran suggested that vocational institutions should focus 
their attention on the effects of handicapping conditions that can be 
remedied. He further pointed out that more than two-thirds of vocation¬ 
al education for the handicapped was not intended to prepare students 
to compete on the open labor market in a given skill, craft, or trade. 
19 
Halloran insisted that programs must be redesigned. 
Razeghi and Davis pointed out that handicapped adolescents typ¬ 
ically lack exposure to the world of work and need to be provided with 
activities for development of career knowledge, basic occupational 
skills, and appropriate work attitudes and behaviors. Special education 
classes should provide experiences to develop personal social behaviors 
which are important to success. Basic academic skill development ac¬ 
tivities and training in independent living skills are also necessary 
20 
in order for students to become suitably employed adults. 
18 
George Sheppard, "What Research on the Mentally Retarded Has To 
Say," Journal of Secondary Education XXXXV (Fall 1966): 339-342. 
19 
Fred D. Halloran, "Handicapped Persons: Who Are They?" Amer¬ 
ican Vocational Journal XXV (Spring 1978): 30-31. 
20 
Jane Ann Razeghi and Sharon Davis, "Federal Mandates for Handi¬ 
capped: Vocational Education Opportunity and Employment," Exceptional 
Children XLV (February 1979): 353-359. 
14 
One of the greatest problems in the vocational domain has been 
the underpreparation and consequent underemployment of handicapped 
adults. If improvement are to occur in the vocational domain for the 
handicapped, some changes will be required in both the design and imple- 
21 
mentation of instruction and in the methods of student assessment. 
The need is indeed a high priority for giving increased attention 
to preparing teachers to work with exceptional adults. Research is need¬ 
ed to identify the views of teacher educators, to stimulate model program 
development, and to establish specific competencies needed by teachers 
22 
of exceptional adults. 
Career education is a total educational concept. It is not in¬ 
tended to replace present educational practices, as some seem to believe, 
but rather to help make all instructional material personally relevant 
by restructuring it around a career development theme. It encourages 
open communication among students, teachers, parents, and the community 
and provides for career awareness, exploration, decision-making, and 
skills development to all ages and levels. Career education brings mean¬ 
ing to the curriculum by making individuals more aware of themselves, 
their potentials and their educational needs. Every teacher can in- 
23 
corporate career education concepts into his or her curriculum. 
21 
Andrew Halpern, "Principles and Practices of Measurement in 
Career Education For Handicapped Students," Career Development for 
Exceptional Individuals I (Fall 1978): 13-24. 
22 
Craig Boyan and Phyllis Kaplan, "Preparing Teachers To Work 
With Exceptional Adults," Exceptional Children XLVI (April 1980): 556. 
23 
Ibid., p. 557. 
15 
Career education adds a much needed dimension to the rejuvenation 
of educational services for handicapped individuals. Educators can no 
longer neglect the fact that a majority of handicapped individuals are 
not adjusting satisfactorily in employment and community living. Spe¬ 
cial Education has responded many times to the changing needs of handi¬ 
capped individuals as our society has grown more complex and demanding. 
The time has come again to redirect our efforts so that the total needs 
24 
of these citizens are really fulfilled. 
Special education can play a major role in the actual provision 
of vocational education for handicapped students by insuring that voca¬ 
tional education is considered as an option in planning a student's 
I. E. P. These programs are responsible for the development, monitor¬ 
ing, and revision of I. E. P.'s for handicapped students and should 
insure that appropriate vocational education representatives partici¬ 
pate in the process to develop, monitor, and revise the vocational 
education component. Special education should work with all personnel 
in developing and implementing policy concerning eligibility of handi- 
25 
capped students for regular vocational education. 
Jane Razeghi and Sharon Davis described the status of vocational/ 
special education as follows: 
/ 
4Donn E. Brolin and John D. Bruno, "Critical Issues In Career 
Education for Handicapped Students," Exceptional Children XLV 
(January 1979): 251-252. 
25 
Ibid., p. 253. 
16 
Now that vocational education is committed to pro¬ 
viding handicapped students with job skills and training; 
and now that business and industry are actively seeking 
handicapped individuals to employ, an environment has 
been created through which educators can more effectively 
prepare these students. It will take the cooperation, 
concern, and efforts of many to insure that handicapped 
students receive all the services necessary to achieve 
their employment potential. Special educators, who have 
always been concerned about the future welfare of handi¬ 
capped students, may need to take the initiative in 
implementing these cooperative efforts. By planning and 
working together within the school and community, special 
and vocational educators, along with business and industry, 





which act as 
employed.^ 
Instructional devices such as the pictorial job training manual, 
onsite experiences, and slide presentations have proven extremely 
successful in teaching vocational skills to project students. The 
duplication of these devices for training the mentally handicapped 
in other occupational areas or home living skills may prove equally 
effective. However, the mentally retarded student has academic needs 
but he has significant needs in understanding himself and the 
been well documented that a number of factors are working 
the successful employment of the Educable Mentally Retarded, 
of studies tends to reveal individual characteristics 
performance indicators once a retarded person is already 
26 
Jane Ann Razeghi and Sharon Davis, "Federal Mandates for the 
Handicapped: Vocational Education Opportunity and Employment," 
Exceptional Children XLV (February 1979): 358. 
27 
Ibid., p. 145. 
17 
28 relationship of his strengths and limitations in the vocational arena. 
It is imperative that professionals take a realistic look at what 
is needed in the way of a service delivery system for students who are 
mentally retarded. Following are five basic assumptions underlying the 
work patterns for the retarded: 
1. Life is orderly, and its patterns can be determined 
for programming purposes. 
2. Behavior is determined, and appropriate structured 
learning situations will result in the development 
of desired behaviors which are transported to other 
similar situations. 
3. The mentally retarded can learn the concepts essential 
to meet life's pressing problems with some level of 
adult career expectancies. 
4. Structured learning situations which take the mentally re¬ 
tarded out of the enclosed learning environment are 
essential to the development of cognitive, social, and 
vocational skills 
5. Human dignity and development of self awareness can be 
maintained through the development of an appropriately 
sequenced delivery system which gives emphasis to 
those assets of life and learning essential to career 
success. 
George Fair and Allen Sullivan report that there is little research 
specifically addressing issues related to the provisions and follow-up 
studies for culturally diverse youths with handicaps. Little profession¬ 
al attention has been paid to the interaction among race, gender, and 
28 
Greg R. Weisentein, "Using A Pictorial Job Training Manual in 
an Occupational Training Program for High School EMR Students," 
Education and Training of the Mentally Retarded X (February 1975) : 
30-35. 
29 
Richard H. Bartlett, "Mental Retardation—Where Does the Future 
Lie?" Education and Training of the Mentally Retarded XIV (February 
1979): 3-4. 
18 
handicapping conditions, which combined, may identify the most dis¬ 
criminated class of people within our society. An illustration of this 
point can be found in a survey conducted by the U. S. Office of Voca¬ 
tional Rehabilitation on the experiences with handicapped employees of 
more than 100 large corporations. On the corporations reporting, 66 
percent said there were no differences between handicapped individuals 
and able bodied individuals in productivity. Furthermore, 24 percent 
rated handicapped persons higher in productivity. 
Thus, 90 percent were perceived to be equal to or surpassing the 
productivity of non-handicapped individuals. The study further indi¬ 
cated that 57 percent reported lower accident rates, 55 percent reported 
lower absenteeism rates, and 83 percent reported lower turnover rates 
for handicapped persons. This information could go a long way in re¬ 
ducing the xenophobic response expressed or implied by potential employers, 
that is, the fear that employing handicapped individuals will present 
30 
personnel problems for the company. 
The focus of school programs for these young people 
needs to center on long term employability and job re¬ 
lated skills. Special education, with its work-study 
programs, has not always focused on long term employment 
needs. Programs must be expanded to provide vocational 
training and job related skills before job placement is 
considered. Such programs must have adequate resources and 
equipment, and provide for continuous job supervision and 
rewards for exemplary performance. Follow-up studies wil^ 
be necessary for continued evaluation of school programs. 
30 
George Fair and Allen Sullivan, "Career Opportunities for 
Culturally Diverse Handicapped Youth," Exceptional Children 
XLVI (May 1980): 368. 
31 
Ibid., p. 630. 
19 
A coordinated governmental thrust is necessary to ensure that 
programs developed focus on career and vocational needs and have 
processes that include handicapped youth. Such programs should be 
strongly encouraged to incorporate successful graduates of these pro¬ 
grams as resource persons and instructors in an attempt to provide 
appropriate role models for program constituents. A dissemination pro¬ 
cess providing information related to practices that have been effective 
in providing psychologically sound and well-articulated vocational 
experiences for culturally diverse handicapped youth should also be 
provided. Inherent in this process is establishment of validation 
32 
procedures through demonstration, research, and evaluation. 
Summary of Related Literature 
A review of current literature revealed that the Educable Mental¬ 
ly Retarded students need a pre-vocational training component in their 
educational programs. The studies further revealed that teachers need to 
be equipped with skills for vocational preparation of exceptional 
children. 
The literature stressed the fact that a more comprehensive program 
with emphasis beginning as early as preschool is needed if exceptional 
learners, especially those who are educable mentally retarded are to 
succeed and achieve their fair share in society. 
The literature also revealed that career and vocational education 
are legislated curriculum expansions for middle and secondary schools. 
32 
James Wells, "Outside Looking In," Journal of the American 
Association LIII (March 1978): 47. 
20 
To assure inclusion of the handicapped in vocational programs congress 
has mandated that 15 percent of all vocational and career education 
funds be earmarked for the disabled. The goal of the secondary cur¬ 
riculum is to insure opportunities for each high school graduate in¬ 
cluding the handicapped to have a marketable skill before graduation. 
The Pre-Vocational Training program offers one alternative for the 
secondary educable mentally retarded to learn those work adjustment 
skills necessary for economic security and advancement. 
Follow-up studies of culturally diverse handicapped graduates 
are limited; but as special education teachers learn how to conduct 
action research combined with teaching, more follow-up studies will 
appear in the literature. These studies are needed to evaluate the 
strengths and weaknesses of these work-study programs for the mentally 
handicapped. Follow-up studies will also improve the quality of exist¬ 
ing pre-work programs and develop criteria for and standards for future 
work-study programs. 
CHAPTER III 
PRESENTATION AND ANALYSES OF DATA 
Introduction 
The data in this chapter were organized and analyzed in an effort 
to fulfill the purpose of the study as stated in Chapter I. The problem 
was to identify the permanence of job placement and the opportunity for 
advancement for educable mentally retarded students who graduated from 
Luther J. Price High School during the period 1973 through 1978. These 
students had completed the pre-vocational training program provided in 
the curriculum of the school. 
All subjects included in the study had participated in the school's 
pre-vocational program. All subjects were classified by race as Black. 
A questionnaire was distributed to and completed by the employer of 
each of the subjects who was chosen by random sample. The questionnaire 
requested general information, work adjustment skills and job permanence 
and advancement related to the high school graduates. 
Analysis of Responses on General Information 
Table 1 presents data obtained from Section I of the Employer Follow 
Up Rating Scale for Age, Sex, Year, Initial Placement and Job Type for 
each of the subjects who were educable mentally retarded graduates of the 
inner-city, totally Black, Luther J. Price High School in Atlanta, Georgia 
Race was not a variable in the study due to this fact. 
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TABLE 1 
EMPLOYER FOLLOW-UP RATING: AGE, SEX, YEAR OF INITIAL PLACEMENT AND JOB TYPE 
FOR LUTHER J. PRICE HIGH SCHOOL EMR GRADUATES, 1973-1978 
Current Age of Subjects Sex Year of Initial Job Placement 
F M As A Permanent Employee 




































































































1978 Silver Wrapper 
1978 Machine Operator (Plastics) 
1978 Maintenance Worker 
1978 Food Service Assistant 
1978 Billing Clerk 
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The chronological ages of the twenty-five (25) subjects reported 
in the study ranged from twenty (20) to twenty-seven (27) years as re¬ 
ported in the months of April and May 1980 in which the employer question¬ 
naires were distributed and collected. An analysis of the age data re¬ 
veals that graduates receiving initial placement in the three-year period 
1973-1975 were approximately twenty-one (21) years old; those placed in 
1976-1978 were usually nineteen (19) years old. 
Nine (9) females and sixteen (16) males composed the random sample 
of graduates from Luther J. Price High School during the period followed 
in the study. The females were represented among the youngest and oldest 
of the subjects. Females accounted for thirty-six percent of the grad¬ 
uates. The 1973 graduates were represented by a single male employee. 
In subsequent years the female graduates who were placed in jobs were 
in each instance younger than the male graduates except for the year 1976 
in which there were no females in the sample. 
In addition to the one subject for the year 1973, there were three 
(3) subjects for each of the years 1974, 1975, and 1976; eight (8) 
subjects for 1977; and seven (7) for 1978 to complete the quantitative 
distribution of the subjects by year of initial placement for job type 
to be examined for permanence and advancement. 
Examination of the age-sex data revealed that males graduated on 
the average at twenty-one (21) years of age with no one older than twenty- 
three. These graduates received the initial job just prior to or upon 
graduation. Females graduated under the same job placement procedures 
but were given initial job placements at nineteen (19) or twenty (20) 
years of age according to the responses given by the employers on the 
research questionnaire. 
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The questionnaire section, Year of Initial Job Placement as a 
Permanent Employee listed the year in which each graduate obtained per¬ 
manent employment. In each case this date corresponded with the year of 
graduation. When divided into three-year follow-up groups of 1973-1975 
and 1976-1978, the yield was seven (7) subjects for the first period and 
eighteen (18) subjects for the second period. 
During the period of the study the number of graduates who received 
job placement more than doubled, a result of enrollment increase of the 
educable mentally retarded at Price High School. 
Types of initial job placement beginning in the year 1973 were 
listed for the twenty-five (25) subjects by their employers in response 
to the research questionnaire. The chronological order of these job 
types were: 1973 - Assembly Line Worker; 1974 - Saleslady, Tree Surgeon, 
Nurse's Aide; 1975 - Food Runner, Utility Worker, Cashier's Assistant; 
1976 - Maintenance Worker, Utility Worker, Utility Worker; 1977 - Utility 
Worker, Dishwasher, Maintenance Worker, Laundry Lady-Washer, Stock Clerk, 
Cook, Teacher's Aide, Housekeeper; 1978 - Maintenance Worker, Stockroom 
Worker, Silver Wrapper, Machine Operator (Plastics), Maintenance Worker, 
Food Service Assistance, Billing Clerk. 
Assignments for the nine (9) females were saleslady, nurse's aide, 
cashier's assistant, laundry lady-washer, teacher's aide, silver wrapper, 
machine operator (plastics) and billing clerk. Four (4) males were 
placed as utility workers, three (3) as maintenance workers and the nine 
(9) others in the male subset were assigned as assembly line worker, tree 
surgeon, food runner, dishwasher, stock clerk, cook, housekeeper and stock¬ 
room worker. 
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The data showed that at initial assignment, nineteen (19) different 
jobs were being performed by the twenty-five (25) graduates. The data 
also indicated that the jobs performed could be categorized in terms of 
duties and responsibilities into five (5) categories. These categories 
were utility worker, maintenance worker, aide-assistant, clerk and dish¬ 
washer-cook. These titles tend to correspond to the general classifications 
of service for unskilled or nonprofessional employees in the Dictionary of 
Occupational Titles. 
Table 2, was organized from the Employer Follow-Up Rating Scale Work 
Adjustment for Luther J. Price High School Educable Mentally Retarded 
Graduates for the Years 1973 through 1978. Seventeen (17) performance 
standards were rated by the employers of each of the twenty (25) subjects 
on a five point Likert scale of "Very Good," "Good," "Neutral," "Poor," 
and "Very Poor." Instructions to the employer or his designee (an immediate 
supervisor) identified these terms to refer to qualified discrimination of 
performance behavior above the 85 percent level for "Very Good" and "Good", 
"Neutral" as neither good nor poor, and "Poor" and "Very Poor" discriminat¬ 
ing between quality performances below 75 percent. 
The seventeen (17) standards were: 1) Attendance, 2) Punctuality, 
3) Personal Appearance, 4) Interest in Work Assignment, 5) Work Attitude, 
6) Work Quality, 7) Adjustment to New Job Tasks, 8) Job Tolerance, 
9) Consistency of Job Effort, 10) Motivation to Work, 11) Response to 
Instruction, 12) Reaction to Pressure, 13) Reaction to Supervisor(s), 
16) Peer Relationships, 17) Overall Work Adjustment. 
Ratings obtained from the questionnaires were tabulated for two 
chronological periods 1973-1975 and 1976-1978 with frequency distributions 
on each of the points on the scale for each of the seventeen standards for 
TABLE 2 
EMPLOYER FOLLOW-UP RATING: WORK ADJUSTMENT FOR LUTHER J. PRICE HIGH SCHOOL 
EMR GRADUATES, 1973-1978 
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Standards 




















Frq / Frq % Frq % Frq % Frq % Frq % Frq % Frq % Frq % Frq % 
1. Attendance 
5 20 13 52 , 2 8 5 20 25 
2. Punctuality 4 16 12 48 3 12 6 24 25 
3. Personal Appearance 4 16 11 44 3 12 6 24 1 4 25 
4. Interest in Work Assignment 2 8 9 36 5 20 8 32 1 4 25 
5. Work Attitude 
4 
4 16 2 8 3 12 14 56 2 8 25 
6. Work Quality 2 8 3 12 5 20 13 52 2 8 25 
7. Adjustment to New Job Tasks 1 4 2 8 6 24 13 52 2 8 1 4 25 
8. Job Tolerance 1 4 2 8 6 24 15 60 1 4 25 
9. Consistency of Job Effort 2 8 3 12 5 20 14 56 25 
10. Motivation to Work 3 12 3 12 3 12 15 60 1 4 25 
11. Response to Instruction 4 16 3 12 3 12 13 52 1 4 1 4 25 
12. Reaction to Pressure 1 4 2 8 3 12 12 48 3 12 3 12 1 4 25 
13. Reaction to Supervisor 2 8 2 8 4 16 14 56 1 4 2 8 25 
14. Response to Directions 2 8 2 8 5 20 14 56 2 8 25 
15. Cooperation with Supervisor(s 1 1 4 1 4 5 20 16 64 1 4 1 4 25 
16. Peer Relationships 2 8 8 32 4 16 8 32 1 4 2 8 25 
17. Overall Work Adjustment 3 12 4 16 4 16 14 56 25 
Totals: Ave. Frequency 2. 5 4 8 4 0 11 .8 0. 5 1. 1 0.1 24.8 
Totals: Ave. Percent 10. 1 19 3 16 2 47 .1 2. 2 4. 5 0.5 , 99.9 
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simple numerical examination. Percentages were computed for each of the 
rating categories for overall examination of the educable mentally retarded 
graduates for the years 1973-1978 in relation to work behavior, job compet¬ 
ence and adjustment standards for each of the three-year periods considered 
in the follow-up protocol. 
For the rating standards number 1, Attendance; number 2, Punctuality; 
number 3, Personal Appearance; and number 4, Interest in Work Assignment; 
the 1976-1978 graduates received the highest percentage of the ratings of 
"Very Good" from their employers with the frequencies of thirteen (13) 
or 52 percent, twelve (12) or 48 percent, eleven (11) or 44 percent and 
nine (9) or 36 percent respectively. Although the 1973-1975 graduates 
followed the same pattern with a frequency of five (5) or 20 percent for 
Attendance, a frequency of four (4) or 16 percent for Punctuality and 
Personal Appearance, Interest in Work Assignment was rated for this group 
at two (2) or only 8 percent. 
The 1976-1978 graduates received their next "Very Good" rating for 
standard 16, Peer Relations, at a frequency of eight (8) or 32 percent of 
the subjects. The succeeding highest rating for this group was four (4) 
or 16 percent for Overall Work Adjustment. The employer rating for Peer 
Relationships for the 1973-1975 subjects was given as two (2) or 8 per¬ 
cent as compared with Overall Work Adjustment as three (3) or 12 percent 
for the group. 
For standards 6, Work Quality; 9, Consistency of Job Effort; 10, 
Motivation to Work; and 11, Response to Instruction, "Very Good," fre¬ 
quencies of three (3) responses for the 1976-1978 graduates of 12 percent 
ratings were given. On these same standards the 1973-1975 graduates 
obtained frequencies of two (2) or 8 percent for Work Quality, Consistency 
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of Job Effort and four (4) or 16 percent on Response to Instruction which 
was the first standard on which the rating frequencies exceeded the 1976- 
1978 graduates. 
Two (2) ratings each for standards number 5, Work Attitude; number 
7, Adjustment to New Job Tasks; number 8, Job Tolerance; number 12, 
Reaction to Pressure; number 13, Reaction to Supervisor; number 14, 
Response to Directions for two (2) or 8 percent on each standard were 
indicated for the 1976-1978 graduates. Comparable ratings for the 1973- 
1975 group were four (4) or 16 percent for Work Attitude; one (1) or 4 
percent to Reaction to Pressure. 
Frequencies were the same, two (2) or 8 percent for both groups on 
Reaction to Pressure, Reaction to the Supervisor and Response to Directions. 
Standard 15, Cooperation with Supervisor five (5) subjects received 
one (1) response for each group and provided 4 percent of the "Very Good" 
follow-up ratings, the lowest rating in the category. 
It must be noted that the ratings are not directly comparable for 
the two groups the 1973-1975 subset consisted of seven (7) subjects and 
the 1976-1978 subset included eighteen (18) subjects as described in 
Table I. 
Ratings for the category "Good" were presented for both the 1973- 
1975 and the 1976-1978 groups in frequencies and percentages for each 
standard. 
Highest frequencies were given by the employers for the 1976-1978 
graduates: Sixteen (16) or 64 percent for standard number 15, coopera¬ 
tion with Supervisor(s); frequencies of fourteen (14) or 56 percent were 
given for standards 5, 9, 13, 14 and 17, Work Attitudes, Consistency of 
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Job Effort, Reaction to Supervisor(s), Responses to Directions and Over¬ 
all Work Adjustment. The remaining standards were rated at a frequency 
of twelve (12) or 48 percent for Interest in Work Assignment and Peer 
Relationships; a frequency of six (6) or 24 percent for Punctuality and 
Personal Appearance and the least frequency of five (5) or 20 percent for 
Attendance. 
The 1973-1975 graduates received the following ratings for the 
category "Good": Adjustment to New Job Tasks, and Job Tolerance, a 
frequency of six (6) or 24 percent; Interest in Work Assignment, Work 
Quality, Consistency of Job Effort, Responses to Directions, Cooperation 
with Supervisor(s) a frequency of five (5) or 20 percent, Reaction to 
Supervisor, Peer Relationships and Overall Work Adjustment, a frequency 
of four (4) or 6 percent; Punctuality, Personal Appearance, Work Attitude, 
Motivation to Work, Response to Instruction and Reaction to Pressure 
rated a frequency of three (3) or 13 percent and the least was a frequen¬ 
cy of two (2) or 8 percent for Attendance. 
When the ratings "Very Good" and "Good" were examined together for 
all subjects, standard number 1, Attendance; standard number 2, Punctuality; 
standard number 9, Consistency of Job Effort; standard number 17, Overall 
Work Adjustment were rated for each subject. 
For the category "Neutral" defined as neither good nor poor, the 
1976-1978 graduates received ratings in the following order; Standard 
number 12, Reaction to Pressure, a frequency of three (3) or 12 percent; 
standards number 5, 6, 13, 14 and 16, Work Attitude, Work Quality, Reaction 
to Supervisor, Response to Directions, and Peer Relationships, received a 
frequency of two (2) or 8 percent; and standards number 3, 4, 7, 8, 11 and 
15, Personal Appearance, Interest in Work Assignment, Adjustment to New 
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Job Tasks, Job Tolerance, Response to Instruction, and Cooperation 
received one (1) rating or 4 percent. 
In the "Neutral" category, the 1973-1975 graduates were rated at a 
frequency of three (3) or 12 percent on standard 12, Reaction to Pressure 
on standard number 7, Adjustment to New Job was rated a frequency of two 
(2) or 8 percent, and standards numbered 10, 13, 15 and 16, Motivation to 
Work, Reaction to Supervisor(s), Cooperation with Supervisor(s) and Peer 
Relationships were rated for one (1) or 4 percent. 
Ratings in the "Neutral" category for both groups indicated that 
three (3) subjects in each were neither good nor poor on standard number 
12, Reaction to Pressure. Standards numbered 7, 12, 13, 15 and 16, 
Adjustment to New Job Tasks, Reaction to Supervisor(s), Cooperation with 
Supervisor (s) , and Peer Relationships were rated one (1) or two (2)) 
Frequencies for each group at four(4) or 8 percent. 
"Poor", a category to be rated on a qualitative basis with discrimi¬ 
nation by the employer at or below the 75 percent performance level, was 
listed for one graduate for standards 11 and 12, Response to Instruction 
and Reaction to Pressure. These accounted for 4 percent of the study 
sample. 
On the "Very Poor" category, employers gave no ratings for the sub¬ 
jects . 
On the Employer Follow-Up Rating for Work Adjustment, the 1976-1978 
graduates were viewed by their employers as "Very Good" in Attendance, 
Punctuality, Consistency of Job Effort and Overall Work Adjustment. 
Attendance, Punctuality, Personal Appearance and Interest in Work Assign¬ 
ment all exceeded the ratings in the "Good" category and represented from 
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52 percent to 36 percent of the 1976-1978 subjects. The Peer Relation¬ 
ships standard received only slightly less than one-third or 32 percent 
of the "Very Good" ratings. Graduates for 1973-1975 rated by their employ¬ 
ers on the Employer Follow-Up Rating instrument were listed as "Very Good" 
or "Good" in the same categories as the 1978-1979 group as well as on the 
standards, Response to Instruction and Response to Directions. 
The seventeen (17) standards were rated overall as follows for 1973- 
1975 graduates: "Very Good" — 10 percent, "Good" — 16 percent, "Neutral" 
— 2 percent, and "Poor" and "Very Poor" — None. 
The 1976-1978 graduates rated overall at the following level: "Very 
Good" — 19 percent, "Good" — 47 percent, "Neutral" — 4.5 percent, "Poor" 
— .5 percent and "Very Poor"— None. 
Table 3, By Sex, Employer Follow-Up Ratings: Work Adjustment for 
L.J. Price High School EMR Graduated 1973-1978, presents the frequencies 
of responses of the employers related to the periods 1973-1975 and 1976- 
1978 and the sex of the subject. 
Nine females and sixteen males composed the Educable Mentally Retarded 
graduates utilized in the study. 
For the category "Very Good" 1973-1975 female graduates were rated 
at a frequency of two (2) for standards number 1 and 2, Attendance and 
Punctuality. The females also received one (1) rating for standards num¬ 
bered 4, 11, 13, 14 and 16, Interest in Work Assignments, Response to 
Instruction, Reaction to Supervisor, Response to Directions and Peer Relation¬ 
ships. 
Males received frequency ratings for the same period, 1973-1975, of 
four (4) each for standards numbered 1 and 5, Attendance and Work Attitude; 
frequency ratings of three (3) each for standards numbered 2, 3, 4, and 11, 
TABLE 3 
EMPLOYER FOLLOW-UP RATING: WORK ADJUSTMENT FOR LUTHER J. PRICE HIGH SCHOOL 

























F M F M 
Frequency 
F M F M 
Frequency 
F M F M 
Frequency 
F M F M 
Frequency 
F M F M 
2 4 7 7 2 3  25 
2 3 5 10 1 2 2 25 
3 5 8 2 2 2 2 1 25 
1 3 4 5 1 2 2 6 1 25 
4 1 1 2 1 5 9 1 1 25 
2 1 2 2 3 5 9 1 25 
1 1 3 1 4 5 8 1 1  L^5  
1 1 1 2 3 6 10 1 25 
1 1 3 2 4 6 8 25 
2 2 2 2 3 5 9 25 
1 3 2 1 1 2 5 10 25 
1 2 1 2 6 7 2 1 2 1 25 
1 1 1 2 1 4 5 8 1 1 25 
1 2 1 2 1 3 6 8 1 25 
3 2 4 7 9 25 
1 1 5 4 5 6 1 1 1 25 




3. Personal Appearance 
4. Interest in Work Assignment 
5. Work Attitude 
6. Work Quality 
7. Adjustment to New Job Tasks 
8. Job Tolerance 
9. Consistency of Job Effort 
10. Motivation to Work 
11. Response to Instruction 
12. Reaction to Pressure 
13. Reaction to Supervisor 
14. Response to Directions 
15. Cooperation with Supervisor* 
16. Peer Relationships 




Punctuality, Personal Appearance, Interest In Work Assignment, and 
Response to Instruction; frequency ratings of two (2) each for standards 
number 6, 10, and 11, Work Quality, Motivation to Work; and one (1) 
rating was given to the standards numbered 7, 8, 9, 12, 13, and 16 and 
17, Adjustment to New Job Tasks, Job Tolerance, Consistency of Job 
Effort, Reaction to Pressure, Reaction to Supervisor(s), Peer Relation¬ 
ships and Overall Work Adjustment. 
Ratings of "Very Good" for the 1976-1978 graduates were distri¬ 
buted among the standards for females and males with frequencies of seven 
(7) each for standard number 1, Attendance; standard number 2, Punctu¬ 
ality, was rated at a frequency of five (5) for females and then (10) 
for males. 
Standards numbered 3 and 4, Personal Appearance and Interest in 
Work Assignment were given frequency ratings of five (5) and four (4) 
for females and four (4) and five (5) for males. 
Standards numbered 10 and 11 were given frequency ratings of two 
(2) for females. 
Males were given frequency ratings of three (3) on standards num¬ 
bered 7, 9, 15 and 17, Adjustment to New Job Tasks, Consistency of Job 
Effort, Cooperation with Supervisor(s) and Overall Adjustment. Males 
received frequency ratings of two (2) on standards numbered 6, 10, 12, 
13 and 14, Work Quality, Motivation to Work, Reaction to Pressure, 
Reaction to Supervision, and Response to Directions. 
Females were given a frequency rating of one (1) for Standards 5, 
6, 7, 8, 9, 13, 14, 16 and 17, Work Attitude, Work Quality, Adjustment 
to New Job Tasks, Job Tolerance, Consistency, Reaction to Supervisor(s), 
Response to Directions, Peer Relationships, and Overall Work Adjustment. 
Males received a frequency rating of one (1) for standards num¬ 
bered 5, 8, 9, 13 and 17, Work Attitude, Job Tolerance, Consistency of 
Job Effort, and Response to Instruction. 
For males and females of the 1973-1975 and the 1976-1978 graduates; 
Attendance and Punctuality were rated most frequently by their employers 
in the "Very Good" category. Personal Appearance and Interest in Work 
were rated frequently for the 1976-1978 graduates in the "Very Good" 
category for both males and females. 
Work Attitude, Work Quality, and Job Tolerance were least reported 
for males and females. 
For the "Good" category 1973-1975, females were given ratings of two 
(2) frequencies for Personal Appearance, Work Attitude, Work Quality, Job 
Tolerance, Consistency of Job Effort, Motivation to Work, Cooperation with 
Supervisor(s) and Overall Work Adjustment, standards 3, 5, 6, 8, 9, 10, 
15 and 17. A frequency of one (1) was given for Interest in Work Assign¬ 
ment, Adjustment to New Job Tasks, Response to Instruction, Reaction to 
Pressure, Reaction to Supervisor(s), and Response to Directions, standards 
4, 7, 11, 12 and 13. 
Ratings for males in the "Good" category were reported for the 1973- 
1975 graduates were frequencies of four (4) for Adjustment to New Job 
Tasks, Consistency of Effort, Reaction to Supervisors, Cooperation with 
Supervisor(s) , Peer Relations and Overall Work Adjustment, standards num¬ 
bered 7, 9, 13, 15, 16 and 17. 
Frequencies of three (3) for the males were made for Work Quality, 
Job Tolerance, Motivation to Work, and Response to Directions, standards, 
numbered 6, 8, 10 and 14. 
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Last for the 1973-1975 males was a frequency of one (1) for Work 
Attitude. 
Frequency of ratings for males and females were closely related 
for the 1973-1975 graduates for the "Good" category. 
The 1976-1978 graduates were rated in the "Good" category with the 
greatest frequency for males as ten (10) for Job Tolerance and Response 
to Instruction, standards numbered 8 and 10. Standards numbered 5, 6 
and 10 were given a frequency of nine (9), Work Attitude, Work Quality, 
Motivation to Work. These males also were rated with a frequency of 
eight (8) for Consistency of Job Effort, Reaction to Supervision, Response 
to Directions, Cooperation with Supervisors, and Overall Work Adjustment, 
standards 7, 9, 13, 14, 15 and 17. 
The males also were rated at frequencies of six (6) for standard 
number 4, Interest in Work Assignment and standard number 16, Peer 
Relationships. Attendance and Punctuality, standards numbered 1 and 2 
were rated at a frequency of three (3). 
Personal Appearance, standard number 3 was rated at a three (3) 
frequency count and represented the lowest male frequency for the category. 
Females of the 1975-1978 graduates category were most rated for 
Cooperation with Supervisor(s) with a frequency of seven (7). Ratings 
of frequencies of six (6) were given for Job Tolerance, Consistency of 
Job Effort, Reaction to Pressure, Response to Directions and Overall Work 
Adjustment, standards 8, 9, 12, 14 and 17. These females were also given 
a frequency rate of five (5) for Work Attitude, Work Qualtiy, Adjustment 
to New Job Tasks, Motivation to Work, Response to Instruction, Reaction 
to Supervision and Peer Relationships, standards 5, 6, 7, 10, 11, 13 and 
15. Punctuality, Personal Appearance and Interest in Work Assignment, 
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standards 2, 3, 4, 11 and 12 were rated at a frequency of two (2). 
No striking differences emerged in the frequency ratings of the 
males and females. 
In the "Neutral" category one (1) male and one (1) female were 
listed in the 1976-1978 graduates for Interest in Work Assignment, 
standard 4, Work Attitude, standard 5, Reaction to Supervision, standard 
13. 
Two (2) males were listed for each of the chronological periods 
for males for standard 12, Reaction to Pressure. One (1) female was also 
listed for this standard in the 1976-1978 graduates. 
Females were listed in the 1976-1978 graduates for one (1) instance 
in the "Neutral" category for Work Quality, standard 6, and Adjustment to 
New Task, standard 7. Males were listed once for the same period and 
category for Job Tolerance, Response to Direction and Cooperation with 
Supervisor(s). 
For the "Poor" category males were listed one (1) time for the 1976- 
1978 graduates for Reaction to Pressure and Peer Relationships, standards 
12 and 16. A female from the 1973-1975 group was listed for Peer Relation¬ 
ships and also for the 1976-1978 graduates on the same standards. 
Although the data are not directly comparable for the treatment 
utilized, sex differences are hardly evident in the survey analysis. 
Most obvious was the "Very Good" rating of females of both the 1973- 
1975 and the 1976-1978 graduates on Attendance and Punctuality. Reaction 
to Pressure appeared to be of equal report for both sexes with frequency 
of distribution from "Very Good" to "Poor." 
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Section II of the Employee Rating Scale provided a space for 
comments following the Likert scale for the seventeen standards of 
Work Adjustment. Nine comments were made by the employers on the 
questionnaire. They are as follows: 
Year of Graduate Comments 
1974 - (F) Worked in cafeteria one year, got married, had 
a child, then came back and was promoted to 
nurse's aide. 
1975 - (M) He does quality work, and he is on time every 
work day. I feel every student needs a class 
or classes in this area if just to teach young 
people to follow directions and be on time for 
work. 
1975 - (M) He is a fast worker and a good worker. 
1977 - (M) He was washing dishes and moved up to janitor's 
assistant. 
1977 - (F) She is a block preparation encode operator at the 
elementary school. She is a very good employee. 
1978 - (F) She is one of my best workers. She is never late 
for work. However, I cannot say this about all 
my workers. I am sure this program helped her. 
1978 - (M) There is no provision for promotion here. 
1978 - (M) He is leadman for 1-5 people. 
Table 4 presents data obtained from the questionnaire for graduates 
who received pre-vocational training in comparison to non pre-vocational 
training graduates employed at the same work site. Of the twenty-five 
employers returning the questionnaires, ratings were given on the basis 
of the following items: No Basis for Comparison, Individual Is Better 
Prepared, Both Are About the Same, and Individual Is Less Prepared. 
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Four (4) of the employers or 16 percent replied that there was no 
basis for comparison of those with pre-vocational training and the 
graduates who worked at their site who had no training. The subjects 
described were two (2) males and two (2) females of the 1976-1978 
graduates. 
Twenty (20) employers indicated on the rating scale that the In¬ 
dividual is Better Prepared for 80 percent of the item responses. In 
examining the groups, the 1973-1975 graduates consisted of five (5) males 
and two (2) females or 28 percent of the responses and the 1976-1978 
graduates were ten (10) males and three (3) females or 52 percent of the 
responses. 
One employer responded to the item Both are About the Same in 
reference to one (1) female or 4 percent of the subjects. 
There were no responses to the item, Individual is Less Prepared. 
In the overall ratings, the 1973-1975 graduates accounted for 28 
percent of the responses and the 1976-1978 graduates for 72 percent. 
When the employer compared the subjects with their counterpart 
workers who had no pre-vocational training, twenty of the employers re¬ 
ported that those with training were better prepared. Four (4) employ¬ 
ers found no basis for comparison. 
Table 5, deals with the Employer Follow-Up Rating and job advance¬ 
ment for the L. J. Price High School Educable Mentally Retarded graduates. 
Five (5) former students of the pre-vocational training program at 
Price High School were reported to have been promoted from the initial 
assignment. One (1) male and one (1) female from the 1976-1978 group 
achieved advancement from the initial assignment. 
One (1) male and one (1) female from the 1976-1978 group were 
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promoted within one year. One (1) male and one (1) female from the 1973- 
1975 graduate/employees were promoted within two years; and one (1) male 
from the 1976-1978 subjects were promoted within three years. 
Although all twenty-five of the subjects followed in this study 
were in permanent positions at the initial work site, only five had 
received advancement within the five-year period. 
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TABLE 4 
EMPLOYER FOLLOW-UP RATING: COMPARISON OF LUTHER J. PRICE EMR GRADUATES, 1973-1978, 
WHO RECEIVED PRE-VOCATIONAL TRAINING WITH NON PRE-VOCATIONAL TRAINING GRADUATES 














No basis for Comparison 2 2 16 4 16 
Individual is Better Prepared 5 2 28 10 3 52 20 80 
Both Are About the Same 1 4 1 4 
Individual Is Less Prepared 
TOTAL 5 2 28 12 6 72 25 100 
TABLE 5 
EMPLOYER FOLLOW-UP RATING: JOB ADVANCEMENT OF LUTHER J. PRICE HIGH SCHOOL 
EMR GRADUATES, 1973 - 1978 





















M F M F 
112 1 1 1 1 1 1 5 
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Summary of Analyses 
Treatment of the data in two chronological periods of three years 
each was elected as a referrant for the 1979 regulations of the coopera¬ 
tive action conducted by the Georgia Department of Human Resources, Divi¬ 
sion of Vocational Rehabilitation and the Georgia Department of Education 
Division of Special Programs and the Office of Vocational Education. The 
cooperative plan of March 21, 1979 called for follow-up over a period of 
three-years following completion of the programs by the students. 
Since there were no formal records of prior follow-up in the State 
Department offices related to job permanence and opportunities for advan¬ 
cement, these data were proposed as a basis for investigating follow-up 
procedures and especially for implications for the vocational programs 
in the secondary schools. 
In summary, the twenty-five Educable Mentally Retarded subjects 
selected for the study were permanent workers in the employment for 
which they were initially assigned following graduation from the Luther 
J. Price High School Pre-Vocational Program. The nine females and six¬ 
teen males held unskilled jobs which fall into five general categories. 
These categories were utility worker, maintenance worker, aide-assistant, 
clerk and dishwasher-cook. 
Students completing the pre-vocational program at Luther J. Price 
High School increased in number from nine each year for the 1973-1975 
period to twenty-three during the 1976-1978 period. The age of comple¬ 
tion averaged twenty-one for the 1973-1975 period and twenty for the 
1976-1978 period. 
Employers were in each instance described by the researcher as 
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caucasion by race. Employer^ responses were complete for each subject 
and revealed that the graduate/employees were considered to be "Very 
Good" or "Good" when rated on Seventeen standards related to work 
adjustment. 
CHAPTER IV 
SUMMARY, FINDINGS, CONCLUSION, IMPLICATIONS AND RECOMMENDATIONS 
Recapitulation of Basic Elements of the Study 
This study was designed to investigate the permanence of job place¬ 
ments of Black Educable Mentally Retarded Students who graduated from 
the Pre-Vocational Training Program at Luther J. Price High School in 
Atlanta, Georgia from 1973 through 1978. 
The problem of the study was to identify the types of jobs that 
offer permanence and advancement for these graduates. 
The instrument used to complete the study was derived from com¬ 
bining two instruments. The Employee Work Adjustment Form was developed 
by the Georgia Vocational Rehabilitation Division, and the Employer 
Follow-Up From was developed by the Georgia Division of State Planning 
and Operations for Georgia. These two instruments were combined into 
one form titled The Employer Follow-Up Rating Scale to gather the data 
needed to complete this study. 
Subjects used were selected at random from a list of seventy-five 
(75) Black Educable Mentally Retarded graduates of the Pre-Vocational 
Program of Luther J. Price High School from the period 1973 through 
1978. Every third graduate on the list was selected for the study. The 
instrument with a letter was mailed to the employers of these graduates 
and a follow-up phone call and/or visit was made by the researcher to 
obtain the questionnaires. The twenty-five questionnaires sent to 
employers were returned. 
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The data were tabulated and analyzed. The data obtained indicated 
the current positions of the graduates since graduation and identified 
job advancement s. 
Findings 
The analysis and interpretation of the data revealed in Chapter III 
seemed to warrant the following according to the purposes of the study. 
1. Educable Mentally Retarded employees can perform a variety 
of unskilled or nonprofessional jobs. 
2- Attendance, punctuality, appearance, work interest and 
attitude are standards that are ranked exceptionally high 
for educable mentally retarded employees by their employers. 
3. The quality of work, adjustment to new tasks, tolerance, 
efforts and motivation are standards which are perceived 
as good or very good by their employers. 
4. Educable Mentally Retarded employees tend to cooperate 
with their supervisors and/or superiors with some exceptions. 
5. Pre-Vocational Training tends to elevate educable mentally 
retarded slightly higher in terms of work preparation when 
they are compared with those who have not had pre-vocational 
training. 
6. Educable Mentally Retarded employees do perform well enough 
to be promoted or advanced from one job function to another. 
7. Educable Mentally Retarded employees tend to have long job 
tenure. 
Interpretation and Discussion of Findings 
Job permanence refers to the tenure of employment. With the turn 
of the seventies, which brought about rising cost, and inflated economy 
coupled with inflation, the need for jobs and job security is more pro¬ 
nounced than it has ever been. With the passage of Section 504 of the 
Vocational Rehabilitation Act the mandate to hire the handicapped is at 
last being done. Many of the handicapped have been added to our working 
society. 
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The subjects in this study, graduates of the Pre-Vocational 
Program at Luther J. Price High School, are now part of the regular 
normal working force. They are taxpayers, voters and contributing mem¬ 
bers of society. They are counted as part of the nation's employed 
statistics. The data obtained in this study pointed out that educable 
mentally retarded, can and will work. Data further revealed that these 
individuals are as stable and as productive as are non-handicapped 
individuals. Educable Mentally Retarded employees can perform a variety 
of jobs and pre-vocational training tends to aid them in their perform¬ 
ance . 
For years, society has isolated the handicapped, especially the 
educable mentally retarded. In many instances the attitude existed that 
they (EMR's) should be grateful for any kind of work given them. It 
seemed as though society assumed that these individuals had different 
feelings and that their interests, aptitudes, and achievement were not 
necessary factors to consider in terms of job placement. This study 
helped to substantiate that there is a place for the Educable Mentally 
Retarded in the unskilled, semi-skilled and skilled jobs. 
The need for pre-vocational training is necessary, because with the 
scarify of jobs, students must be assessed early to determine not only 
their vocational needs but their interest. Provisions must be made for 
them to visit job sites, explore duties and responsibilities and engage 
in internships. Agencies must meet the challenges of a new decade by 
making educational changes both in design and implementation of the 
instructional-vocational processes for the educable mentally retarded. 
The individual educational plan mandated by the Federal Government for 
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the handicapped is needed more now than ever if students are to reach 
their full job potentials; and if society is to benefit from productive 
self-sustaining individuals who will help to make things happen. 
Conclusions 
Research data involving job permanence of Educable Mentally 
Retarded employees tend to point out basically the same factors as 
indicated in the findings of this study. In order for educable mentally 
retarded students to achieve stability in society and become a contri¬ 
buting adult through the world of work, a combined pre-vocational and 
instructional approach works best in upgrading academic skills; and help 
in developing personal skills of self direction and control. 
The empirical data make it possible to draw these conclusions: 
1. Pre-vocational training has a significant impact on 
educable mentally retarded employees' job performance. 
2. Job permanence is derived as a result of a number of 
factors, mainly — pre-vocational training, counseling, 
matching or interest and aptitude with work assignment. 
3. Job advancement is usually acquired as a result of non- 
biased supervisors who evaluate the individual as 
objectively as possible via work performance. 
Implications 
On the basis of the foregoing findings and conclusions, the follow¬ 
ing implications were drawn: 
1. All handicapped students should be enrolled in the pre- 
vocational training program; such training should take 
place during the four years before graduation. 
2. Secondary classroom teachers should be taught to assess 
the vocational interest as well as the academic needs of 
students. 
3. All Educable Mentally Retarded students should be given 
on-the-job training in as many different jobs prior to 
graduation as possible. 
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4. Research is needed in the area of job permanence and 
advancement on a periodic schedule which will aid in 
placement of educable mentally retarded employees. 
5. Parents, outside agencies, regular classroom teachers, 
the handicapped student and special teachers should 
engage in program placement decisions with school 
administrators. 
6. The identification of jobs that will yield permanence 
should be in-service teacher preparation related to 
the seventeen standards identified under Section II 
of the Employer Rating Scale. 
Recommendations 
The findings, conclusions and implications gave bases for the 
following recommendations: 
1. Training programs based on identification, characteristics 
and vocational needs of educable mentally retarded students 
should be a requirement for all teachers, especially those 
working at the high school level. 
2. Models designed to monitor the progress of the Luther J. 
Price High School EMR graduates should be maintained. Sex 
factors in this training and placement should be designed 
to avoid bias and discrimination. 
3. More research in the area of job permanence and advancement 
of educable mentally retarded to eliminate what is felt to 
be underlying bias is needed. A more varied selection of 
jobs based on interest should be explored. 
4. Advancements in the vocational field should be frequently 
publicized and the offerings opened to educable mentally 
retarded employees who could qualify for them. 
5. Educable mentally retarded students should be given oppor¬ 
tunities at the job sites for training or exploration which 
could lead to advancement. 
6. The study should be extended to other demographic areas with 
a focus on the urban Black youth. 
7. The Pre-Vocational Training Program should be expanded to 
service a larger population within the school including 
all moderately handicapped students. 
BIBLIOGRAPHY 
Books 
Davis, Edith A., and McGinnis, Ester. Parent Education. New York: 
Gaylord Brothers, Inc., 1976. 
Ensminger, Eugene S. Providing Services In The Public School For 
Educable Mentally Retarded Children. New York: Holt, 
Rinehart and Winston, 1976. 
Gearheart, Bill R., and Wershahn, Mel W. The Handicapped Child In 
The Regular Classroom. The C. V. Mosby Company, 1976. 
Phelps, Allen and Yutz, Ronald. Career Exploration and Preparation 
For The Special Needs Learner. Boston: Allyn and Bacon, Inc., 
1977. 
Pucel, David J. , and Knaak, William C. Individualizing Vocational 
and Technical Education. Columbus, Ohio: Charles Merrill, 
1975. 
Reichause, Edwin 0. The Japanese. New York: Harper Rowe Publishers, 
1978. 
Periodicals 
Adelman, John W. and Phelps, Leon A. "Learning To Teach Handicapped 
Learners," American Vocational Journal XXX (Spring 1978): 
27-29. 
Brolin Donn E. and Bruno, John D. "Critical Issues In Career Education 
for Handicapped Students," Exceptional Children (January 1979): 
246-252. 
Bartlett, Richard H. "Mental Retardation - Where Does The Future Lie?" 
Education and Training of the Mentally Retarded XIV (February 
1979): 3-4. 
Brolin, Donn. "Career Education Needs of Secondary Educable Students," 
Exceptional Children XLV (June 1973): 623. 
Boyan, Craig and Kaplan, Phillis. "Preparing Teachers to Work With 
Exceptional Adults," Exceptional Children XLVI (April 1980): 
556. 
Fair» George and Sullivan, Allen. "Career Opportunities for Culturally 




Gillet, Pamela. "Career Education: A Survey of Teacher Preparation 
Institutes." Exceptional Children XLIV (April 1978): 516. 
Halpern, Andrew. "Principles and Practices of Measurement in Career 
Education for Handicapped Students." Career Development for 
Exceptional Individual I (Fall 1978): 13-24. 
  "Adolescents and Young Adults." Exceptional 
Children XLIX (April 1979): 518-521. 
Halloran, Fred D. "Handicapped Persons: Who Are They?" American 
Vocational Journal LIII (Spring 1978): 30-31. 
Johnson, Carol M. "Career Education for Exceptional Individuals: 
Overview." Career Development for Exceptional Individuals II 
(Spring 1979): 12. 
Johnson, David R. "Project Explore: A Vocational Assessment Model 
for Youth With Special Needs." Career Development for Exceptional 
Children II (Spring 1979): 40. 
Kolstoe, Oliver P. "An Examination of Some Characteristics Which Dis¬ 
criminate Between Employed and Not Employed Mentally Retarded 
Males." American Journal of Mental Deficiency XLII (March 1976): 
471. 
Milk, Leslie B. "Getting the Message." Mainstreaming X (May 1977): 62. 
Razeghi, Jane Ann and Davis, Sharon. "Federal Mandates for Handicapped: 
Vocational Education Opportunity and Employment." Exceptional 
Children XLV (February 1979): 353-359. 
Sheppard, George. "What Research on the Mentally Retarded Has to Say." 
Journal of Secondary Education XXXII (Fall 1966): 339-342. 
Warren, Sidney L. "Employment and Mental Retardation." Exceptional 
Children XXXVII (June 1971): 64. 
Warren, Sidney L. "Employment and Mental Retardation." Exceptional 
Children XXX (June 1964): 64. 
Wells, James. "Outside Looking In." Journal of the American Associ¬ 
ation LIII (March 1978): 47. 
Weisentein, Greg R. "Using A Pictorial in an Occupational Training 
Program for High School EMR Students." Education and Training 
of the Mentally Retarded X (February 1975): 30-35. 
Westling, David L. and Schwartz, Stuart E. and Elliot, Frank. "Work 
Study Coordinators' Opinions of Factors Contributing to 
Successful On-the-Job Training." Career Development for Exception¬ 
al Learnings II (Spring 1979): 48. 
50 
Other References 
Georgia Human Resources Division of Vocational Rehabilitation Employee 
Work Adjustment form U R 5874. Revised. Atlanta, Georgia, 1972. 
Georgia Department of Education Division of State Planning and Operations 
Office, Vocational Education. Employer Follow-Up Form DE6957. 
Atlanta, Georgia, 1979. 
APPENDIX 
52 
1372 Childress Drive, S.W., 
Atlanta, Georgia 30311 
June 2, 1980 
Dear 
As a part of my graduate study program at Atlanta University, I 
am involved in a special research project. I have chosen to do 
a follow-up study of senior students who graduated from the pre- 
vocational program at Price High School and were employed by local 
businesses. 
Your place of business has always been cooperative in hiring the 
PVT students; therefore, I would appreciate your participation in 
this survey to determine the type of jobs that offer permanence 
and advancement for these graduates. 
Please complete the enclosed questionnaire and return to me in the 




Doris E. Jones 
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EMPLOYER FOLLOW-UP RATING FORM 
SECTION I - GENERAL INFORMATION 
Rnplcyee ' s Name  
Last 








i ] mi r i U U U □ □ 
Home Address 
City State Zip Code 
School Principal 
PVT Instructor VR Counselor 
Initial Job Placement Site Date 
Address 
City State Zip Code 
Work Supervisors ) 
Initial Job Title Date 
SECTION II - WORK ADJUSTMENT 
Very Very 
Personal Good Good Neutral Poor Poor 
1. Attendance □ □ □ □ □ 
2. Punctuality □ □ □ P □ 
3. Personal Appearance □ □ □ □ □ 
A. Interest In Work Assignment □ □ □ □ □ 
5. Work Attitude □ □ □ □ □ 
6. Work Quality □ □ □ □ □ 
7. Adjustment To New Job Tasks □ □ □ □ □ 
3. Job Tolerance □ □ □ □ P 
9. Consistency of Job Effort □ □ □ □ □ 
10. Motivation to Work □ □ □ □ □ 
11. Response To Instruction □ □ □ □ □ 
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Very 
Good Good Neutral Poor 
Very 
Poor 
12. Reaction to Pressure □ □ □ □ □ 
13. Reaction to Supervisor □ □ □ □ □ 
14. Response to Instruction □ □ □ □ □ 
15. Cooperation with Supervisor(s) □ □ □ □ □ 
16. Peer Relationships □ □ □ □ □ 
17. Overall rating of the PVT received by this 










18. As a result of this person's PVT training, rate his or her preparation in 






No basis for comparison 
Individual is better prepared 
Both are about the same 
Individual is less prepared 
Based on the scales above, please rate the employee in the following areas. 
SECTION III - JOB PERMANCE AND ADVANCEMENT 
Please complete the following statements and list the three highest job 





Total number of years with company/agency _________ 
Total number of years employed before first promotion 
1st , 2nd , 3rd 
Date Signature 
